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The purpose of this thesis is to clarify how the employee’s satisfaction with integration pro-
cess can make impact on the success of the company. As employees are the most important 
resources of the company, good care have to be taken of them. Even more, depending on 
employee’s knowledge, skills and work satisfaction, company’s results can differ. To ensure 
the success and development of the company, the integration process has to be implemented 
carefully. 
 
The theoretical part of the thesis explains employee’s integration process which at the begin-
ning is formed depending on the employer’s and employee’s balanced needs. Well known 
Maslow’s hierarchy of needs can be applied to the integration process for highlighting the 
three main parts of the whole integration process. Recruitment, selection as well training can 
help to satisfy employees basic needs, while compensation, rewards and career development- 
higher-level needs.  In the theoretical part of the thesis three main parts of integration pro-
cess- hiring, training and rewarding are explained more detailed. 
 
For understanding topic better, the case company Radisson Blu hotel Latvija is chosen as the 
research company for proving or denying the hypothesis of the research- the high level of 
employee’s satisfaction with integration process leads Radisson Blu hotel Latvija to the suc-
cess. The basic information of the company and wide range of facilities are described in a 
chapter. In addition as a chosen case company has various entertainment options, spa area- 
ESPA Riga is chosen as research object.  
 
Accordingly to the aim and the problem of the thesis, the research method’s type and tools 
are selected. The problem of the research- integration process of ESPA Riga is not completely 
good on all parts of the whole integration process, is carried out by using qualitative research 
methods- observation and questionnaire. Observation was done from the beginning of an em-
ployment to the present moment at ESPA Riga by taking into account all three parts of the 
integration process. In addition questionnaire was given to all receptionists of ESPA Riga with 
questions regarding integration process. Questionnaire was ended closed with option to add 
comments.  
 
The results of observation and questionnaire approved hypothesis of the thesis and provided 
company with possible problem solutions. Indeed employees are more motivated to provide 
company with best results and lead it to the success, if the integration of employees is done 
on a high level. Results showed that some of the integration parts of ESPA Riga, more specif-
ic- rewarding and training, are on not satisfaction level. This problem can be solved by im-
plementing new reward system and training systems, which would not just improve compa-
ny’s overall business results, but also employee’s workplace satisfaction.  
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 1 Introduction
 
The purpose of this paper is to offer a viewpoint to the reader how the employee’s satisfac-
tion with integration process can make impact on company’s development and success. With 
a help of case company Radisson Blu hotel Latvija several research methods can be applied to 
discover how the enployee’s satisfaction affects company.  
The main subjects of this paper includes study about three phase of integration process. First-
ly, it is before starting work phase which consists of recruitment and selection process. For 
employer it is one of the most responsible parts of integration process as depending on the 
ability to attract qualified people, analyze their fit, value and potential, the most suitable 
person for the vacancy is selected. Depending on the chosen person integration process is de-
veloping further with progress or regression. Accordingly after recruiting and selecting the 
second phase of the integration process starts. This phase includes training subjects and can 
be done during first days of work or repeatedly after couple of months, years to introduce 
employees with the newest information or colleagues. The third phase of the integration pro-
cess consists of subjects as compensation, rewards and career development which are more 
important for employees who have already worked in company for longer time and have gone 
through first phases successfully. Not least important subject of motivating employees to con-
tribute more in a workplace is salary and rewards, which lead employees to do their work 
better and at the same time lead company to bigger success. However career development 
for employees who are targeted and business oriented is significant part of the work environ-
ment. Consequently more and more companies give opportunity to employees to prove their 
skills and creative thinking. It helps to improve the business of the company and at the same 
time improve employees work position.   
Generally hotel is the environment where all services meet and also it is an environment 
where the direct contact with customers is made through all services that hotel offers. Even 
more Radisson Blu hotel Latvia offers wide range of entertainment options such as restau-
rants, bars, casino, night club, modern Skyline bar and also wonderful five- star SPA Centre 
ESPA Rīga. More specific this paper is going to analyze employee’s satisfaction with integra-
tion process of spa area- ESPA Riga.For all of the entertainment places the best selected, 
trained employees have to be presented to provide customers with the best experience and 
support, develop company’s business. 
As the purpose of thesis is to understand topic not just from the theoretical aspect but also 
from practical, several qualitative research methods are going to be used. With a help of ob-
servation and questionnaire the hypothesis of paper – ‘the high level employee’s satisfaction 
with integration process leads ESPA Riga to the successes is going to be confirmed or denied.   
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2 Case company: Radisson Blu hotel Latvija 
 
Radisson hotels are an international hotel company which has started its operations in 1909 
when the first hotel in Minneapolis, Minnesota US was built. Hotels are named after French 
explorer Pierre- Esprit Radisson. However later hotels were purchased by Curt Carlson and is 
still owned by Carlson estate. Radisson Blu is a brand name for hotels which are located out-
side US. Radisson Blu Hotels Resorts represents one of the world’s fastest growing first- class 
hotel companies and part of Rezidor Hotel Group. Rezidor presents a portfolio of brands from 
high class hotels to high class luxury hotels.  As Rezidor’s has four distinct hotel brands such 
as Radisson Blu, Country Inn, Hotel Missoni and Park Inn, it operates over 400 hotels; 87,000 
rooms and over 35,000 employees in more than 60 countries. (Radisson Blu, 2015) (Employee 
handbook, 2015) 
 
The rapid growth of hotels, international customers, and improved environmental friendliness 
has created a demand for more professional, creative and pro- active employees to join the 
company. For Radisson  Blu hotels key to success is the ability to anticipate and exceed the 
expectations of the customers, which definitely can be done by having capable, reliable indi-
viduals committed to do the best for a company. Basically the single most important resource 
at Radisson hotels, resorts is employee- The Radisson Blu people; therefore the integration 
process is significant part of business operations.  
 
Radisson Blu hotel Latvija was built in 1979 and had more than one name. At the beginning it 
was hotel Latvija, later Revel Hotel Latvija and now it is called Radisson Blu hotel Latvija. 
Nowadays hotel is one of the highest buildings in Riga with 27 floors and the biggest Radisson 
Blu hotel in Baltic States. Hotel has 571 guest rooms and is known for a lively atmosphere and 
various entertainment options such as restaurants, bars, casino, night club, modern Skyline 
bar with fantastic panoramic view on the 26th floor of the building and also wonderful five- 
star SPA Centre ESPA Rīga. (Radisson Blu, 2015)  
 
ESPA Rīga is part of ESPA international company, which operates over 50 countries and has 
about 450 spas.  ESPA provides customers with natural cosmetic products and treatments for 
body and mind. ESPA Riga has 6 floors, offering spa facilities as pool, saunas, steam rooms, as 
well fitness studio and treatment areas with relaxation rooms. ( ESPA Rīga, 2015) 
 
Radisson Blu hotel Latvija Conference and Event center offers one of the widest possibilities 
for events and conferences in Baltic countries with 16 conference rooms and capacity up to 
2500 people. One of the biggest rooms of Conference and Event center has possibility for up 
to 1100 seated guests. Centre offers wide range of services such as meals for different tastes 
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and wishes, modern technical solutions as well high- class conference and events service. 
(Radisson Blu, 2015) 
 
3 Integration process 
 
As no company can operate without employees, integrating process is important. It helps to 
ensure that company has people who will be willing to move further company’s business. In-
tegrating new employees into the organization has to be done successfully so that they stay in 
the company and assimilate into the position.   
 
In addition to make sure people are interested in a company and also to provide longer coop-
eration; employer has to understand the basic needs of the employee. Maslow’s hierarchy of 
needs explains human behavior in terms of five general needs. 
 
 General rewards Organizational factors 
Self- actual-
ization 
Growth, advancement, creativity Challenging job, opportunity 
for creativity, achievement 
in work, advancement in 
organization 
Esteem Self- esteem, self- respect, prestige, status Social recognition, job title, 
high status job, feedback 
from the job itself 
Social Love, affection, belongingness Cohesive work group, friend-
ly supervision, professional 
associations 
Safety 
 
Safety, security, stability, protection Safe working conditions, 
company benefits, job secu-
rity 
Physiological Food, water, sleep Pay, pleasant working condi-
tions, cafeteria 
 
Table 1: Applying Maslow's needs hierarchy. 
 
As it is explained in Table 1, five general needs can be rewarded also on organizational level. 
At first physiological need on organizational level means that employee first of all is interest-
ed in having a good pay, pleasant working conditions which can satisfy the need for food, wa-
ter, sleep. Secondly, safety can be satisfied with safe working conditions, job security, com-
pany benefits, which also make employee, feel more protected and stable in the chosen 
working position. Social need satisfaction is not less important aspect of working in a compa-
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ny as all people need to feel good between colleagues. Cooperation is needed in most posi-
tions to avoid misunderstandings because of not effective communication. Therefore cohesive 
work group, friendly supervision, professional associations can satisfy employee’s social needs 
and as follows company’s goals. Once basic needs are satisfied employees are in need for 
growth and development, accordingly if the esteem and self-actualization needs are satisfied 
with achievement in work, opportunities for creativity, social recognition, then employees 
feel more engagement to the work and the company. (Steers, Porter 1991, 34- 36) 
 
These five needs are organized in a hierarchy of importance. Higher level needs are not the 
most important therefore cannot be achieved if the lower level needs are not satisfied. After 
lower level needs are satisfied, needs at the next higher level emerge and influence employ-
ee’s behavior at the workplace. Consequently human needs on organizational level have to be 
highlighted to properly apply integration process. Recruitment, selection as well training can 
help to satisfy employees basic needs, while compensation, rewards and career development- 
higher-level needs.  All in all the integration process can be applied in a best way by under-
standing employee’s hierarchy of needs. (Steers, Porter 1991, 34- 36) 
 
3.1 Hiring process 
 
Hiring process is most important in the integration process as depending on it company will 
move further with progress or will look for new employees to start from the beginning the 
integration process, which means more money and time is going to be spent. At this starting 
point significant is to understand not just possible employee’s abilities and needs, but also 
employer’s needs.  
 
3.1.1 Planning recruitment process 
 
Accordingly hiring process starts with planning for recruitment and selection, which means 
that the accurate job description have to be provided.  Job description is the written docu-
ment which identifies, describes and defines a job in terms of duties, tasks, working condi-
tions and specifics.  Porter in book ‘Motivation and work behavior’ has explained two type of 
job description- specific and general. Job description carried for general purpose usually in-
cludes job title, location, designation and a list of duties of employee. It emphasizes on effi-
ciency, control and detailed work planning. The main benefit of general job description is 
that it does not consume much time and effort as it is easy to make it and to get the most 
important information from the employee. However general job description does not provide 
managers with full- fledged details about job content and possible sub- tasks.(General and 
specific purpose of job description) (How to write effective and legal job descriptions, 2006) 
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In spite of this, specific job description is statement which provides detailed information 
about job, letting now the employee how the job is supposed to be performed and what the 
expected result should be. Specific job description includes responsibilities of employee, sub 
tasks, functions, essential standards and detailed duties of specific job. It emphasizes on in-
novation, flexibility and loose of work planning.  The most important benefit of specific job 
description is that it helps to evaluate job performance and evaluate the training needs. It is 
as a base for recruitment, selection, performance appraisal, compensation and other human 
resource decisions. At the same time specific job description has some limitations. The pro-
cess may take long time and consume a lot of human effort. The date collected for specific 
job description has to be very concrete otherwise it may cause problems for further hiring 
process stages. (General and specific purpose of job description) (How to write effective and 
legal job descriptions, 2006) 
 
3.1.2 Recruitment process 
 
After defining requirements of job, potential employees have to be recruited. Two main 
sources of recruitment are internal and external. The process how to search for candidates 
and inform them about opening in the enterprise is different for internal and external source.  
 
The easiest and also more likely most successful source is internal. Candidate can be trans-
ferred from present job position to similar therefore it does not require long integration pro-
cess as person is already aware of work, responsibilities and standards of the enterprise. 
Likewise present employees can be shifted to another position offering better prestige, higher 
responsibilities and more pay. This type of recruitment requires just a little training therefore 
helps to save training costs for a company. Moreover it also stands as a motivation for other 
employees as they see career development possibilities. Also as a candidate is chosen from 
inside, there is less possibility of mistakes in selection process as company keeps records of 
employees and have coworkers and managers feedback about certain candidate. Inspire of 
the advantages for internal source, some disadvantages as favoritism and the dissatisfaction 
from outside candidates can appear. Outside candidates can judge the company and show 
their disappointment with the company and the recruitment process, which may lead to bad 
word of mouth. In addition not always internal source is the best as the people chosen might 
be the favorite employees not the best, most creative and capable for the position. (Arm-
strong 2006, 414.-415.) (Steers, Porter) 
 
All companies use external source of recruitment when present employees of the company 
are not good enough or available for opening. External source of recruitment requires more 
effort, time and money too.  Advertisement, employment exchange, schools, colleges and 
universities are most popular methods of external sources. First of all advertisement is most 
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used method for attracting skilled workers. Advertising can be done through newspapers, 
journals, internet or posters, and usually it attracts large number of applicants. To reduce 
the number of applicants and avoid inadequate options advertisement has to be made in 
proper way. Secondly employment exchange is a good way how to recruit candidates from the 
same company, but in another country. This recruitment source does not require a lot of 
training, even more it helps to exchange knowledge, experience between the companies. In 
addition, schools, colleges and universities are the good source of future employees as the 
students are full of energy, new ideas and knowledge. Nowadays some of the universities or 
colleges have contracts with companies or the internship positions by offering to stay in the 
company directly after graduating.  (Steers, Porter) 
 
Definitely for all these external recruitment sources have some advantages and disad-
vantages. External source of recruitment helps in bringing new ideas, methods to the compa-
ny and also offers wide range of candidates so that the most suitable one with talent, willing-
ness, skills and knowledge can be chosen. Nevertheless it is very expensive way of recruiting 
people as money is needed for making advertisement, publishing it in media, arranging writ-
ten tests and conducting interviews. Risk of failure in this step of hiring can also be possible. 
That may lead to bad co-operation between the employees; also existing employees might 
feel demoralized because the position could be offered to them.  And of course that can be 
possible that new employee cannot be able to adjust in a new environment.  Basically new 
employees satisfaction with environment can be ensured by good socialization and training 
process.  (Chand, 2015) 
 
3.1.3 Selecting process 
 
There is a huge range of different tools what can be used for finding best people for the 
available job. By using most of the tools employer can spend much money and time therefore 
appropriate mix of tools have to be selected. Most effective selection tools are interviews and 
tests. Interviews can be divided into phone interview, individual face to face and group inter-
view. Usually phone interview stands as a start for further hiring process. It might be possible 
that chosen candidate is not interested in job anymore, and then employer can go through 
the applications once again or have less people in face to face interview. Group interviews 
are mostly offered for such a job vacancies where the group work is important. During group 
interviews employer can arrange discussions, group tasks or presentations to see who is suita-
ble for certain job position and can be good candidate for face to face interview. Basically 
face to face individual interview is the final tool in selection process as helps to find out more 
about the skills, personality, education, experience and future plans regarding available job 
position.  
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Secondly, tests can be good selection tool to be used before inviting candidate to the inter-
view as can also show and prove basic abilities and knowledge. Tests can be divided into per-
sonality, skills, attitude and competency assessment. Based on job specificity tests are made 
and depending on the results the best candidates are selected to further face to face inter-
view. Another option how to get to know possible employee is to test him or her on the field. 
Quite often internships stand as a selecting tool- test. Interns can be evaluated during their 
internship and therefore can be asked to stay in a company. Some companies also test possi-
ble employees on the field by offering test job for couple of days to see how interested they 
are. (Bratton and Gold, 2007) 
 
As complexity of work and demand of needs increases, the selection method is chosen more 
carefully. Assessment center is the selection method which includes a variety of techniques 
such as group interviews, case study presentations, and interviews, role play and also numer-
ous tests. Assessment center may last for 1- 3 days and is done in groups of 12- 24 candidates. 
Participants are observed by specially trained assessors who are aware of measurement di-
mensions such as competencies and the skills. This method of selecting candidates is valuable 
as by the use of several techniques the strengths and weakness of candidates can be ana-
lyzed. Assessment centers helps to identify candidates preferred work styles, the ability to 
work under pressure, characteristic behavior when interacting with others, ability to think 
quickly and ability to make quick and accurate numerical estimates. Definitely this selection 
method is expensive and time consuming therefore should be used just for high and important 
job positions. (Billett, 2011) (Bratton and Gold 2007, 256.-267) 
 
3.2 Training and development 
 
Employee training and development is fundamental to business growth. It can help to show 
better business operations, improve sales, save staff hours and improve production methods. 
Employees can be trained to improve their skills, behavior and knowledge for a current job 
position or more for the future work. Training is directed to a job or task which involves 
changing or improving employee’s competences through learning. Well-designed training in-
fluences performance level immediately while development is designed to improve perfor-
mance level in long term. Development is related to employees who are capable of change 
and progression and are planning to stay in company for long time. In fact development is 
improvement of the skills, behavior and knowledge what employee already has. It is meant 
for enhancement, maturing and growing in abilities for improving business operations too. 
(Rosemary 1998, 120-121) 
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3.2.1 Phases of training process 
 
The goal or training is to reach organization’s main goal. Accordingly managers should design 
training programs in such a way that they are connected with organization strategies and 
goals. Organization’s performance can be negatively affected and because problems in fur-
ther operations, as well waste organization’s investment, if the training program is misdi-
rected, poorly designed and inadequately evaluated. To ensure that training and development 
have as good as possible influence on employees and also organization, a system approach 
should be used. In illustration 1 four approach system phases can be seen. (Snell, Bohlander 
2007, 283.-324) 
 
 
 
 
 
 
Even before organizing training significant is to understand if training is even needed. The 
goal of needs assessment is to determinate the need of training and provide the information 
required to design the training program. Three levels of analysis as organizational, task and 
personal are created to achieve needs assessment goals. First of all organizational analysis 
helps to determinate where the emphasis regarding organization’s culture, mission, climate, 
strategy, goals, environment has to be placed.  Organizational analysis helps to understand 
how the changes on organizational level can influence employee’s skills. Secondly, task analy-
sis is the examination of the job to be performed. Usually it is done through job analysis that 
provides information needed to understand job specifics and requirements. Task analysis de-
terminates the skills what employee has to improve or learn to perform in new job position, 
for example. Furthermore personal analysis determinates which employee needs training be-
Setting 
objectives 
Implementatio
n 
Needs 
assesment 
Evaluation 
 
Illustration 1: Phases of training process 
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cause of not enough good performance. For this type of analysis performance examination to 
detect skill gaps has to be provided. Personal analysis is important for several reasons. Be-
sides the fact that it helps to find out which employees need training and more significant 
which do not need it at all, personal analysis also helps to managers understand what trainees 
are able to do when they enter training and what should be changed in training program to 
ensure successful training program. (Snell, Bohlander 2007, 283.-324) 
 
Once the training needs are understood, the next phase- setting objectives can be used to 
develop training program. Training objectives have to be based of previous phase- needs as-
sessment and linked to specific competencies, values, tasks and duties identified in first 
phase of training process. The goals have to be set as specific as possible and realistic and 
attainable with time and resources available. (Snell, Bohlander 2007, 283.-324) 
 
Additionally implementation is done according previously chosen goals and is carried out as a 
direct response to organizational problems or needs that can be tracked trough training. 
Training activities can be divided into on the job training and off the job training. The most 
widely used training type is on job training which is the training where employee works in 
actual work setting usually with supervisor, trainer or experienced employee who gives guid-
ance. The most important advantage of on job training is that it has high relevance to job 
since the learned tasks are generated by the work itself. This type of training also do not re-
quires special equipment, facilities or costs of hiring trainers therefore has lower expenses 
and at the same time while learning, employees contribute to some of organization’s goals. 
Definitely as on job trainings are in real done during work, it has some disadvantages as well. 
For example, while teaching new employees, co-workers, trainers and supervisors perform on 
lower level.  And indeed as employees are just learning, they can create customers dissatis-
faction due to poor, slow service. All of these disadvantages can affect organization’s busi-
ness negatively and can cause safety risks to trainees, trainers, coworkers and customers too. 
(Snell, Bohlander 2007, 283.-324) 
 
Even if on job training is easier to apply as do not consume much money, time and special 
resources, safer and more accurate are off job trainings as they minimize interruptions and 
distractions. Off job training is carried out outside the work premises and requires specific 
equipment and preparation therefore it is more costly. Some of this type training methods 
can help to build shared values within a company and reinforce organizational culture. Even if 
it can be motivational and commitment-building tool, not always off job training is effective 
for work performance as it might happen that employees cannot transfer knowledge and skills 
learned during training to actual work field. (Snell, Bohlander 2007, 283.-324) 
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Training like any other human resource management function has to be evaluated to determi-
nate either it was successful or non-effective. Snell and Bohlander in their book Human re-
source management provide criteria for evaluating training. Illustration 2 shows four basic 
criteria- reaction, learning, behavior and results. (Snell, Bohlander 2007, 283.-324) 
 
 
Illustration 2: Criteria for Evaluating Training. 
 
 
Some of the criteria it is easier to apply but all of them provides significant information for 
evaluating training. The combination of all criteria gives overall view of the training program. 
It helps to determinate the problem areas of training, create innovations or stop using the 
certain training program if it was unsuccessful. At the first place reaction is the most common 
and simplest training evaluation approaches. Happy trainees are more willing to tell about 
their training experience and more willing to utilize the information in the job. Admittedly 
dissatisfaction with training leads to low job satisfaction. Trainees are very good information 
source, they cannot just tell how the training was but can also give insights into the content 
and techniques they found most useful. Trainees can also help to improve the training pro-
gram by giving criticism and suggestions about participant interactions and feedback. Second-
ly, learning is effective criteria how to evaluate the training effectiveness. Good way how to 
measure learning is to provide trainees with test before actual training and after to see their 
progress. Above all behavior is also one of the evaluation criteria as can assess by observing 
work operations. It might happen that the training program score high level, but trainees do 
not show what they have learnt. Several reasons disturb the knowledge and skill transfer to 
workplace. Sometimes trainees may not feel good in the work environment therefore the 
managers should ensure that the work environment supports, reinforces and rewards the 
Learning 
Behaviour 
Reactions
  
Results 
 
Illustration 2: Criteria for evaluating training 
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trainees for applying new knowledge. It might also happen that trainees are in need for trans-
fer strategies for applying gained information in training. Finally results are the last criteria 
for measuring training effectiveness. Some of the companies evaluate their training programs 
in terms of its return on investment. It refers to the benefits gained from the training relative 
to the costs used. The benefits include higher revenues, productivity, improved quality, and 
customer and employees job satisfaction. (Snell, Bohlander 2007, 283.-324) 
 
3.2.2 Training methods 
 
Depending on the job type and employees knowledge about job, position several methods can 
be used to train new employees. All of the trainings can be divided into two groups- on job 
training and off job training. On job training is the most common type of training as the best 
way how to learn is from experience. Mentoring, job rotation, internship are most common 
used on job training methods.  During mentoring trainee has a person, usually it is senior em-
ployee, who follows how the theory is applied to practice and highlights the mistakes which 
has be fixed. Mentoring is one-to- one training which means that the weak areas can be iden-
tified more effectively. It also shows how the job is done by other employees and offers op-
portunity to try immediately. Another on job training method is job rotation. It helps to train 
employees by rotating them through a series of possible jobs. Rotation not just makes em-
ployees well acquainted, but also alleviates boredom. Job rotation can helpful for getting to 
know all employees, making contacts for better cooperation in a company. In addition intern-
ship is training method which has advantages and disadvantages. First of all it is good way 
how to save money as internships most of the time is with very low pay or without it at all. 
Quite often people who had internship, stays in a company and that is advantage for a com-
pany as interns are already trained and known by employer. (Smriti Chand, 2008) 
 
Second classification of job training methods is off job training which includes virtual reality, 
classroom instructions, outdoor training, simulations, teletraining and computer-supported 
training. All of these off-job training methods are costly and more time consuming than on-
job training methods. First of all classroom instruction is lecture, speeches, case- based, 
problem-solving, role playing type of training which might be supported with slides, videos or 
reading. Secondly, for more computers based job teletraining and computer-supported train-
ing can be used. E-learning can be the best way how to prepare employees for this kind of 
job. In addition simulations and virtual reality good for jobs which requires special environ-
ment or equipment for training new employees. Simulation is the type of training which has 
environment similar to actual one while virtual reality has a number of techniques that repli-
cate the entire real life working environment. Virtual reality is recommended for jobs which 
needs rehearsal and practice, visualizing of objects or processes which are not usually acces-
sible or also recommended if there is high potential damage of equipment or risk of safety for 
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individuals. Finally outdoor activity is used for developing employee’s skills such as creativity, 
leadership, team working or developing behaviors, for example, cooperation, risk taking, ini-
tiative and also values as discipline, ethics, quality, efficiency that will be used for job. Out-
door activity training usually is developed outdoor, often in nature and provides activities, 
games to trainees to develop their skills, behaviors and values. (Mathis, Jackson 1988, 262.-
266.) (Smriti Chand, 2008) 
 
3.3 Motivation, job satisfaction and rewards 
 
The success or failure of a company is also related to the effort and motivation of employees. 
Motivation is a process through which an employee finds a reason to make an effort aimed at 
achieving work goal. Consequently employers have an incentive to ensure that employees are 
committed to the work and high performance level. If employees are motivated to achieve 
company’s goals, it means that they also increase job satisfaction. As a result motivation and 
satisfaction contribute to increase job performance. ( Steers, Porter 1991, 478) 
 
3.3.1 Motivation 
 
Motivation is internal or external factor that stimulates the desire and energy to continue be-
ing interested and committed to a job. Motivation can be explained as goal-directed or a 
need-directed behavior.  A goal- directed behavior means that people are motivated by ex-
pectation that the goal is going to be achieved, while need- directed behavior seeks for con-
scious or unconscious recognition of unsatisfied needs. These needs create wants and as fol-
lows goals are established to satisfy the needs and wants. If it will be possible to achieve the 
goal, then the need is satisfied and the behavior is more likely to be repeated. Motivation at 
work can be divided into two types- intrinsic and extrinsic motivation. First of all intrinsic 
motivation is self-generated factor that lead people to act in particular way. Interesting, 
challenging work, opportunities for advancement, responsibility and autonomy are the com-
ponents of intrinsic motivation. This type of motivation has deeper and longer term of com-
mitment because it is inherited in individual, not imposed from outside. In contrast extrinsic 
motivation is done for motivating people. It includes rewards, praise, promotion and also pun-
ishments, such as criticism or disciplinary actions. Extrinsic motivation can have immediate 
effect, but it cannot last for long. (Armstrong 2006, 254.) 
 
3.3.2  Job satisfaction 
 
Job satisfaction refers to attitude and feelings that people have towards their work. They can 
be positive and favorable indicating satisfaction at work or negative and unfavorable atti-
tudes indicating dissatisfaction. The level of job satisfaction depends on intrinsic and extrin-
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sic motivating factors, the quality of supervision, relationships in team and the degree in 
which employee succeed or fail. Research has shown that if employees are well motivated 
and feel committed to the organization, then the job gives also high level of satisfaction 
which also leads company to success. However not always good performers are satisfied 
worker or otherwise satisfied employees not necessary are good performers. Employees are 
motivated to achieve certain goals and they will be satisfied to achieve goals through good 
performance.  They may be even more satisfied if they are rewarded by extrinsic or an intrin-
sic components. (Armstrong 2006, 264-268.) 
 
To understand how satisfied are employees and what can be changed in organization’s actions 
for improving satisfaction, four different job satisfaction measuring methods are created. 
First of all the attitude and feelings of employees can be measured by the use of structured 
questionnaires.  This method is relatively cheap to provide and analyze and can be given to 
large number of employees or to sample employees. The questionnaires may be standardized 
or specially created for an organization. The advantage of Standard questionnaires is that 
they are already tested and in many cases provide norms against which results can be com-
pared. Secondly the use of interviews can be helpful to understand how satisfied the employ-
ees are. Interviews are more costly, time- consuming and not easy to analyze. Interviews may 
be ‘open ended’ or depth interviews which continues with discussion. They can also be struc-
tured which means that the checklist of interested points is covered. As follows satisfaction 
can be measured by combining questionnaires with interviews. This method is the most effec-
tive because it combines qualitative data from questionnaires with a data from interviews. It 
helps to get more information about most interested question and understand feelings of the 
employees which will help to make further changes. Another way how to measure employee 
satisfaction is by using focus groups. A focus group is a representative sample of employees 
who shares opinions and attitudes on issues concerning work and organization. The infor-
mation discussed in focus group has to be structured, informed, constructive and confiden-
tial. (Armstrong 2006, 264-268.) 
 
However not always if employees have been working in an organization for many years, it 
means that they are satisfied with work and the organizations. Quite often people just get 
used with the work and even if they are dissatisfied with some issues long time, they do not 
have intension to leave the work and do not have real desire to do something else. In some 
cases the money and rewards keep people in organization for longer time than they stay. All 
people are different with their needs and wants. Some feel more motivated and satisfied with 
work if working conditions are good and high management level is provided, others feel more 
satisfied if organization provides good rewards.  
(Armstrong 2006, 264-268.) 
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3.3.3 Rewards 
 
Armstrong (2002, p3.3) has defined rewards as ‘how people are rewarded in accordance with 
their value to the organization. It is concerned with financial and non- financial rewards and 
embraces the philosophies, strategies, policies, plans and processes used by organizations to 
develop and maintain reward systems’. The aim of reward management is to reward people 
according to organizations values and according to value what people create. For reward 
management it is important to reward people in such a way that it conveys the right message 
about what is significant in terms of outcomes and attitudes. Rewards also help to attract and 
retain qualified people, motivate and obtain their commitment and engagement to the organ-
ization. (Armstrong 2006, 624) 
 
Armstrong’s definition highlights the importance of both- financial and non-financial rewards. 
When including both financial and non-financial rewards in the reward system it is most of 
time proved that non-financial rewards are important for attracting and remaining employ-
ees. From the point of view of humanity it can be noted that employee wants more than just 
money for their effort. Armstrong provides five non-financial rewards what can help to meet 
employee’s needs- achievement, recognition, responsibility, influence and personal growth. It 
is likely that achievement and recognition is important to all employees as everyone wants to 
feel pride of achieving something. Even sometimes simple ‘thank you’ from coworkers or 
managers may have big motivational power. Although not all employees seek for greater in-
fluence or responsibility or personal growth at work as the personalities of employees are dif-
ferent.  However meeting these employees needs organization is more likely to create posi-
tive employee attitudes and behaviors. (Armstrong 2006, 126-128) 
 
Every employer has options how to reward employees.  Three reward components as base 
pay, performance pay and indirect pay can be chosen depending on the human resource 
strategy. First of all base pay is the minimum received for the job. It is calculated from work-
ing time rather than results achieved. Basic pay reflects the value of job and is created ac-
cording to job description. Base pay is the basic reward type to which additional rewards are 
added. This type of rewards is more often selected than performance- related reward as it is 
easy to implemented and administer it. And also from psychological point of view it demon-
strates a commitment to the organization. Salary and wages are the types of base reward sys-
tem. A salary is a fixed payment which non-manual employee receives periodically. A wage is 
the payment to manual worker which is calculated from worked hours. (Bratton and Gold 
2007, 372. - 380.) 
 
Second reward component is performance pay. It is financial reward which is added to base 
reward because of performance, learning or experience. Performance-related pay, incentive 
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pay, merit pay, commission, knowledge-contingent, team-based and organizational perfor-
mance pay are the main types of performance pay. Performance-related pay is widely used in 
many organizations. It is the type of the pay which rewards rather the level of performance 
than the fact of employment. This type has numerous advantages such as influence on em-
ployee’s effort and attitude providing the information about current level of performance. It 
also reduces other types of managerial control such as direct supervision, technology or peer 
pressure. Another type of performance pay is incentive pay which is given to employees be-
fore the actual performance goal is achieved. It motivates employee and helps to continue 
delivering positive results. Incentive pay can be as bonuses, higher wages to promote produc-
tivity of employee. Furthermore merit pay is the type of rewards which is offered for out-
standing past performance. Merit pay is based on employee’s performance, predetermined 
period and agreed criteria. Besides all of these types commission is also part of performance 
pay. It can be offered to sales representatives depending on the basis of a percentage of the 
sales value what they generate. (Bratton and Gold 2007, 372.-380.) 
 
In addition knowledge- contingent pay system is offered to employees who are learning for 
work. This type of pay is argued a lot as it reverse the trend to increase specialization. From 
trade union point of view knowledge- contingent pay individualizes the employment relation-
ship and also favoritism can be used. As this type of pay may create misunderstandings be-
tween employees and employers, organizations use more team-based and organizational per-
formance rewards. These types of pay helps to ensure that team is working together to 
achieve goals and lead customers to satisfaction and also organization to success.  
(Bratton and Gold 2007, 372.-380.) 
 
Lastly indirect pay is the additional pay to base or performance- based pay. It covers main 
types of indirect pay which are listed in Table2.  
 
Private health care Subsidized meals 
Private dental and eye care Car 
Discounted insurance Financial support for lifelong learning 
Career breaks Extra vacation days 
Childcare Sports/ entertainment vouchers 
House purchase/moving expenses Pension plans 
 
Table 2: Types of indirect pay. 
 
Types of indirect pay used for each organization can vary because of job specific. However 
each organization should ensure employees with health insurance, holidays, retirement or 
pension plans for those who are working for longer time. (Bratton and Gold 2007, 372.-380.) 
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4 Research methodology 
 
The purpose of research is to find out how employee’s satisfaction the integration process 
affects ESPA Riga success. This research is going to provide reader with answers and possible 
recommendations to the research problem- The integration process of ESPA Riga is not com-
pletely good on all parts of the whole process.  
 
After defining aim or the problem, the research type and tools can be selected. Research can 
be divided into qualitative and quantitative research. The difference is that quantitative re-
search is based on the quantitative measurements while qualitative research concentrates on 
qualitative phenomenon which involves the level of quality of provided service. Qualitative 
research provides insights into problem and helps to find solutions depending on opinions, 
thoughts of the research group. Some of the qualitative data methods include group discus-
sions, individual interviews and observations. On the other hand quantitative research quanti-
fies the problem by collecting numerical data what can be transferred into statistics. Quanti-
tative research methods include various forms surveys- online surveys, paper surveys, face-to 
face interviews, telephone interviews. The aim of this paper is to understand the meaning 
and purpose of the research topic and find possible improvements if they are needed, there-
fore qualitative research is used for this thesis. (Wyse, 2011) 
 
4.1 Observation  
 
Observation is the method used in which the customers and their behavior is observed. Person 
or cameras can do the observation. The advantage of filming is that it can become a very rich 
material, which can be analyses afterwards. Observation helps to find out how customers use 
the service and also some possible improvements can be considered.  It is helpful to base the 
observation on objectives or questions, which could help to get better result of this service 
design method. (Moritz, S. 2005. Page 9) 
 
Three different observation methods can be highlighted-controlled, natural and participant 
observations. Controlled observations usually are well structured which means that the time, 
participants, place and circumstances are known. Rather than writing description about 
observervation, the behaviors are rated accordingly carefully conducted schedule, scale or 
district categories. Controlled observation are usually distance observation or filmed observa-
tion as researchers do not want to make any contact and influence on observed environment.  
As follows naturalistic observation is unstructured observation which is done by studying spon-
taneous behaviors of participants in natural environment. Finally the participant observation 
is one of the variant of natural observation; just the researcher gets into the group and stud-
ies the behaviors by being part of the observed group and environment. (McLeod, 2015.) 
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The aim of observation was to find out how the integration process is done is ESPA Riga, spa 
area of Radisson Blu hotel Latvija. For understanding better the integration process and more 
specific the influence of it on Radisson Blu spa area’s business success the participant obser-
vation type was chosen. The observation took part in ESPA Riga, which is part of Radisson Blu 
hotel Latvia and was done from employee’s point of view. The integration process parts de-
scribed previously as hiring, training and rewarding were observed from the begging of em-
ployment to the present day.  
 
4.2 Questionnaire 
 
Surveys are divided into two categories- questionnaire and interview. Questionnaire is the set 
of questions about certain topic that the people complete. Questionnaires most of time are 
closed ended questions but sometimes can also have open- ended questions which may con-
tinue with interview.  Wide range of questionnaires can be offered to responded, such as pa-
per-pencil questionnaire, online, phone or face to face questionnaire. ( Trochim,2006.) 
 
Questionnaire done for analyzing the integration process was ended closed with option to give 
comments to offered statements. The statements which were included in a questionnaire 
where made depending on the theory base about hiring, training and rewarding employees. It 
was given to all eight receptionists of ESPA Riga and the results can be seen in Appendix 1. 
 
5 Research results 
 
Observation was implemented in Radisson blu hotel Latvija Spa center- ESPA Riga according 
to the previously done theoretical research about integration process most important parts- 
hiring process, training and development and also motivating, rewarding employees. Observa-
tion was done from spa administrator point of view. Observation results has shown that hu-
man resource management of the Radisson Blu hotel Latvija has fulfilled requirements for 
hiring, training and rewarding employees, although improvements to some of the integration 
process parts can be implemented to increase employee  job satisfaction and engagement to 
the workplace and a company. Observation results can be seen in Table 3. 
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  Planning Job description seen in job adver-
tisement and employee agreement 
Recruiting Internal source (trainee) 
Selecting Interview, test on field  
 
Tr
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n
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g 
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d
 d
e
ve
lo
p
m
e
n
t 
Needs assessment 
Organizational Operational system change  (Prem-
ier     ->TNG) 
Task New product and treatment offer, 
YES I CAN training, New employee 
orientation training, Living respon-
sible business, Product Book ( 3 
days training with tasting products 
and treatment), one week mentor-
ing trainings with particular goals 
for each day.  
Personal 
Training objec-
tives 
  
  
  
  
Training activities 
On- job Mentoring 
Off- job Computer based (Premier->TNG) 
Training evalua-
tion 
Reactions Discussion 
Learning  
Results Increase of sells 
Behaviors Confidence 
Development 
5 step development 
program 
Employee 
Annual review for 
talent profile 
 
 
M
o
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o
n
, j
o
b
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fa
c-
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o
n
 a
n
d
 r
ew
ar
d
s 
Job satisfaction Feelings and attitudes Questionnaire 
Rewards 
Financial pay Basic pay, indirect pay, perfor-
mance pay 
 
Non-financial pay Recognition( Employee of the 
month),  insurance, discounts, va-
cation 
 
 
Motivation Intrinsic Opportunity for advancement 
 Extrinsic  
 
Table 3: Observation results. 
 
Second research method that was used to analyze integration process is questionnaire. Ques-
tionnaire results can be seen in Appendix 1. In general questionnaire results showed that em-
ployees feel satisfied with hiring process but some improvements could be done for training 
and rewarding parts of integration to improve overall satisfaction and motivation level.  
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5.1.1 Hiring process 
 
Firstly, hiring process was applied successfully. As Spa administrator does not need specific 
requirements for job, the basic job description with basic duties and skills needed were de-
scribed in job advertisement, job agreement and also separately on receptionist’s daily duties 
paper, which can be found in appendix 3. As Radisson Blu hotel Latvija is big hotel, it de-
mands many employees for better provided service to customers. Because of that hotel offers 
internships for students in many hotel departments and mostly later practices internal source 
recruiting more that external. Definitely selecting is done differently depending on the posi-
tion and job offered, but for administrators it is done firstly through phone interview, than 
actual face-to face interview and test on field which helps employer to choose the best can-
didate and candidate to find out if the offered job position is suitable. Phone interview stands 
as invitation to actual interview, even though it also gives small insight of the personality of 
candidate depending on the way how the answers to employer’s questions were responded. 
Face-to face interview gives the first real impression about the candidate and also to candi-
date about the workplace, job position and employer. The basic questions about information 
in CV and also the job position are discussed. After the selection from face-to-face interview 
is done, the three candidates for on field test are chosen. On field test is test in actual work-
place with mentor during 3 working days to understand duties better and to prove candidacy 
as the best from selected. As each candidate has three days to prove the skills and willing-
ness, co-workers and employer can compare and decide which of the chosen persons is the 
most suitable for job vacancy. 
 
Overall depending on results given in questionnaire, it can be seen that the hiring process in 
Figure 1 has given the most positive results.  83% of employees are strongly satisfied with hir-
ing process while just 4 % are dissatisfied. The small percentage of dissatisfied employees are 
regarding selection tool- on job test as they feel like 3 days  is long time and for those who 
are already working it is difficult to do daily tasks and give introduction and tech basic work 
duties to possible employees.  
 
Figure 1: Hiring process results from questionnaire 
 24 
 
5.1.2 Training and development  
 
Secondly, Radisson Blu pays careful attention to employee training programs. At the begin-
ning it clearly defines training needs from organizational, personal or task point of view. Per-
sonal and task needs are assessed mostly as for new employees it is important to improve per-
sonal skills, attitudes required for specific job, as well the way how job has to be done from 
task point of view. However not just new employees but also existing employees are in need 
for personal and task training to upgrade old and new information. Radisson Blu hotel prac-
tices YES I CAN! Training, New employee orientation training program and also living respon-
sible business training to all employees in all departments.  
 
Yes I Can! is a company service philosophy, which fosters a positive attitude what each em-
ployee has to adapt, when dealing with guests every day. The meaning of guests includes also 
colleagues, suppliers and other people with whom employee is having contact every day while 
representing the brand. Yes I Can! Training lasts for one day and consists of different group 
and individual tasks and presentations about customers, the attitudes and the possible ways 
how situations can be solved. (Employee handbook, 2015) 
 
New employee orientation training program is the introduction to new employees about the 
brand and workplace, safety regulations and general information about hotel departments 
with small excursion to them. Living responsible business training is the training organized for 
one day including discussion topics about responsible work in a hotel.   
 
For observed department Spa center more specific department trainings are organized for 
new employees such as Product offer training, where during three days individually employee 
learns the product offer with trainer. During product offer training the products are tested. 
Of course the basic information about the composition and application of the products are 
explained. During the product offer training material as Product book is given to employee to 
learn individually and to repeat when needed after three day training period. The example of 
Product book can be seen in appendix 2. In addition product testing can give better under-
standing about the mixture, smell and application of the products. After the three day train-
ing with trainer is over, one week training with mentor starts. In appendix 6 the training pro-
gram can be found. One week training program has goals for each day what have to be ac-
complished. Each day is spent with new mentor who teaches how to do different task what 
are required to do job well.  As ESPA Riga is 5 star spa centers and requires individual care for 
each guest, Guest tour of ESPA Riga has to be offered. For new employees spa center gives 
detailed written tour description, which can be found in appendix 5. Managers follow up the 
progress and check the quality of tour in all offered languages- English, Latvian and Russian.  
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In addition training for all employees on organizational level has been conducted.  Specifical-
ly for spa center ESPA Riga the operational system from Premier Spa was changed to TNG sys-
tem which means that the computer based training was organized to introduce employees 
with a system and teaches how to use it for daily work operations. The training lasted for 2 
days in a group of four people with trainer specialized in new system’s creation. After 2 days 
of training with specialist, employees had time for one week to practices in new operational 
system before it was officially implemented in a work.  
 
After training is accomplished, training evaluation is conducted to follow up the results of 
whole training process.  As observation was done in Spa department, after one week mentor-
ing spa department’s manager organizes meeting with new employee to check upon progress.  
 
Additionally development is also possible in Radisson Blu hotel as it offers 5 step development 
programs. All employees are entitled to this program, which is divided into 5 groups in order 
from basic job position to highest- all employees, supervisors, heads of department, general 
managers, and top executives.  Each group has various training programs, which have to be 
completed in order to gain higher position.  
 
To follow the growth of the employees or to find out the weak sides of employee annual re-
view for talent profile is offered and the example can be found in appendix 4.The review is 
done twice per year. First time manager gives to employees questionnaire covering subjects 
as commercial focus, active relationships, quality results, problem solving and passion& integ-
rity. After fulfilling questionnaire employee is having discussion with manager about answers. 
It helps to find out what has to be improved during year and what is already good done. At 
the end of year annual review for talent profile is done once again to compare the results and 
see if there is improvement.  
 
Figure 2 reflects the results of training and development questionnaire. However this part of 
integration process seems as most dissatisfied from employees point of view. 25- 45% of 
employees agree with statements regarding training and development while 30 % disagree 
with given statements. Some of the employees  felt that training was unsuficient  regarding 
ESPA treatment offer and cosmetic products, even more employees did not felt like mangers 
have followed up their progress and knowledge gotten  in trainings.  
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Figure 2: Training and development results from questionnaire. 
 
5.1.3 Motivation, job satisfaction and rewards 
 
Radisson Blu hotel organizes questionnaires to all employees once a year to see how satisfied 
they are in their workplace and to find out which areas have to be improved to offer employ-
ees more pleasant working conditions. Definitely rewards increase employee job satisfaction, 
both- financial and non-financial. Radisson Blu provides employees with insurance, discounts, 
vacation and also paid taxi vouchers to those employees, who shift starts very early or ends 
too late. Also recognition is what can make employee rewarded; therefore Radisson Blu has 
implemented ‘Employee of the month’ selections.  
 
Basically financial rewards are the most important reward type for nowadays people. Radis-
son Blu rewards employees differentia based on job department and status, but, for example, 
Spa department- ESPA Riga and more specifically spa administrators are rewarded by using 
basic, indirect and also performance pay. Basic pay is calculated from hours worked, but to 
motivate employees to increase sales and also salary, performance pay is offered. For ESPA 
Riga it is calculated from cosmetic products and treatments sold. Indirect pay as insurance, 
vacation is offered to all Radisson Blu hotel employees.  
 
As well receptionists discribed their workplace as  not ergonomical  because of the lack of 
possibility to sit down during long working hours and also the computer and eye level during 
working process was not good in terms of ergonomics. During observation and also depending 
on the questionnaire results it was proved that receptionists have to answer to big about of e-
mails and phone calls which requires better working conditions.  Figure 3 reflects the results 
of jobs satisfaction, motivation and reward system. 9% of employees are dissatisfied with pay 
system. Results show that basic pay for most of the employees is too small therefore 
employees are mostly counting on performance pay which they cannot get each month if the 
overall the fianancial results of Radisson hotel are high enough.  
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Figure 3: Job satisfaction, motivation and rewards results from questionnaire. 
 
Overall most of all employees are satisfied with integration process, however some improve-
ments could be done for training, development  and job satisfaction, motivation and reward 
process to improve employee working conditions and also to improve company’ s success as 
well.  
 
6 Further development ideas 
 
After analyzing collected data from observation and questionnaire few development ideas 
appeared. In general all trainings and standards of employee integration process of Radisson 
Blu, which are linked with ESPA Riga, were on good satisfaction level. Although some specific 
ESPA Riga improvements for employees integration process could be done to improve their 
work results.  As ESPA Riga is 5 star spa centers, it requires high level of service. Definitely 
integration process starts with selection part, depending on which the further processes can 
be completed easier or with difficulties depending on chosen candidate.  Regarding collected 
results selection process is done well while other integration process parts could be improved. 
 
Firstly, salary was and will be the most significant part for employee.  More than half of em-
ployees expressed their dissatisfaction with pay system. As basic pay is not high enough, com-
pany has integrated performance pay which employees can get if the company overall and 
Radisson Blu hotel has achieved monthly goals.  Of course not always each month shows good 
financial results. Because of that the suggestion for improving employee’s satisfaction con-
cerning pay system would be to create reward system depending on performance during the 
month. This means that if the company has not reached the financial goal of the month, still 
employee could get rewarding by having one of the most sold products which also would gave 
better understanding about product ingredients and use. This also would lead employees to 
sell the products better, which also could improve company’s results.  
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The results of observation and questionnaire also have shown that employees have not re-
ceived enough amount of training regarding ESPA treatment offer. This can be improved by 
introducing employees with treatments during 1-2 treatment training days with option later 
on during work time to try treatments to understand better what the treatments consist of. In 
addition it will not give better understanding of treatments and better sells results, but also 
will stand us rewards for employees.  
 
Additionally employee’s observation and questionnaire results showed that more attention 
should be paid to employee training evaluation and feedback. As ESPA has wide range of cos-
metic products and customer group is demanding, the ingredients, the use and also the ef-
fects has to be know very well. Even if ESPA provides 3 days of ESPA product training, more 
effective it would be to provide tests once a while to check the knowledge of employees. It 
would make not just managers sure that employees are knowledgeable, but also would help 
employees to sell more products, lead company to financial goal achievement, and of course 
get better salary or some of the ESPA products even if the financial goal is not achieved. The 
tests provided to employees could just be simple yes/no or short answer written tests.  
 
Besides improving the employee’s knowledge by testing them once a while, rewarding em-
ployees with nonfinancial rewards would just make them more motivated to learn more and 
provide better service. One of the development idea for improving employees motivation 
would be to provide them with free of charge pool saunas visit during holidays. 
 
7 Conclusion 
 
The purpose of this paper was to illustrate how the employee’s satisfaction with the integra-
tion process can influence company’s success. After book and internet research it was high-
lighted that integration process consists of three main parts- hiring, training and rewarding. 
All of them can make impact on company’s success by the way how they are applied. Without 
employees companies could not exist, therefore careful attention should be paid to their 
wellness and satisfaction. If the hiring process is done inattentively and the training is insuffi-
cient, then the employees cannot provide the company with the best contribution.  In con-
trast, if  the hiring and training has provided employees with the best information, then re-
wards could improve employee’s motivation, satisfaction and lead them to provide company 
with better results and continue employment. 
 
According to the theoretical base of integration process, research methods as questionnaire 
and observation were used for understanding the integration process of  SPA department of 
Radisson Blu hotel Latvija. In addition the observation from employee point of view gave 
more detailed insights of the whole integration process. Furthermore questionnaire conduct-
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ed according to the integration process parts, gave understanding which parts of the integra-
tion process influences employees work productiveness positively and which negatively. 
 
Overall employees are satisfied with Radisson Blu hotel Latvia as an employer and provide it 
with best inputs for business growth. Although the parts as training and rewarding employees 
could be improved to increase employee motivation and satisfaction with workplace. After 
analyzing the research results development ideas for training and rewarding process ap-
peared. Even more the training could be combined with rewarding. As employees feel like 
lacking training about product and treatment offer, then the idea to offer not just theoretical 
trainings, but also practical with product and treatment testing would increase the knowledge 
base and motivation, satisfaction of employee. 
 
In brief after the employers identify their needs, the integration process can be implemented 
by taking into account employees needs for ensuring cooperation in good for company’s suc-
cess.  With good employment relationships, company can grow faster by also increasing work-
place satisfaction, therefore as a start- integration process cannot be dismissed.  
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Appendix 1: ESPA Riga employee satisfaction survey. 
 
 Statement. Strongly 
agree 
Agree Disa-
gree 
Strongly 
disagree 
Comments 
H
ir
in
g
 p
ro
c
e
ss
 
My job description reflects what I 
am asked to do. 
8     
Employee selection tool-on job 
test gave me better understanding 
about future job. 
4 3 1   
During job interview I received 
the information which I need re-
garding future job. ( working 
hours, pay, basics about company 
etc.) 
8     
T
ra
in
in
g
 a
n
d
 d
e
v
e
lo
p
m
e
n
t 
I have received the training what I 
need to perform my job duties. 
5 2 1  Not about treat-
ments- what they 
include itself and 
what they are like 
My mentor supported my learning 
process. 
7 1    
My manager lets me know about 
my progress and gives me useful 
and constructive feedback. 
2 4 2  Nobody followed up 
my knowledge pro-
gress about products. 
I feel confident in selling and 
speaking about ESPA cosmetic 
products. 
 3 5   
I have all resources I need to do 
my job. 
 5 3  Not ergonomical 
workplace. On busy 
days not enough time 
to do all duties 
(phone, emails etc.) 
I am encouraged to come up with 
new ideas for improvements. 
 7 1   
My job provides me with oppor-
tunity for growth and develop-
ment. 
 3 5   
M
o
ti
-
v
a
ti
o
n
, 
jo
b
 
sa
ti
s-
fa
c
-
ti
o
n
 
a
n
d
 
re
-
w
a
rd
s My working Schedule is flexible. 8     
My relation with coworkers is good 8     
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and it supports my job. 
My employee offers non-financial 
rewards as health insurance, holi-
days etc. 
8     
My pay is competitive with other 
places I could work. 
 3 5  Basic pay is not 
enough. 
In company excellent financial 
results transfers into better pay 
for employees. 
8    Not often company 
has excellent finan-
cial results. Depends 
on season. 
Overall I am satisfied as an em-
ployee of ESPA Riga. 
1 7    
I believe in ESPA Riga vision/ mis-
sion and products/ services that it 
offers. 
2 6    
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Appendix 2: ESPA Riga product book. 
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Appendix 3: Receptionists daily duties. 
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Appendix 4: Annual review for talent profile 
 
 
 
 
 
 46 
Appendix  
 
 Appendix 5: Guest tour of ESPA Riga. 
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Appendix 6: One week training program. 
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